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as a success strategy for youth. The partnership's function is to act as a catalyst in mobilizing networks of

people and communities to meet the needs of a-risk youth. The partnership seeks to support existing mentoring
efforts and programs, yet it will aso encourage the establishment of new grassroots programs where none currently
exist.

I n 1989 Oneto One and United Way of Americaformed anew partnership to promote the concept of mentoring

Initsrole asacatayst, the partnership has convened a representative group of both national and community-based
nonprofit organizations with significant experience in running mentoring programs. Since January 1990, these
leadershave met regularly to discuss issues and practices which are emerging in their mentoring programs. These
discussions have focused especidly on how to promote the growth of responsible mentoring programs. Responsible
mentoring programs are defined as those which meet the needs of both the mentored participants and the volunteer
mentors.

One of themost pressing needs identified by this group was for a set of guidelines. or common principles, to help
guide the development of responsible mentoring programs. With this in mind, a volunteer sub-group —the
Nationa Mentoring Working Group—was formed in May 1990. It refined the full group's discussion of
responsible mentoring into the elements of effective practice, which follow.

These elements of effective practice present program elements and policies that have proven effective in awide
range of existing mentoring settings. This publication is available to any individual or organization wanting to
develop, operate. volunteer in, or fund a mentoring program.

The National Mentoring Working Group



Responsible mentoring:

¢ Isadructured, one-to-one relationship or partnership that
focuses on the needs of the mentored participant.

e Fosters caring and supportive relationships.

e Encourages individuals to develop to their fullest
potential.

¢ Helpsanindividual to develop his or her own vision for
the for the future.

* Isastrategy to develop active community partnerships.

A responsible mentoring program requires:
¢ A well-defined mission and established operating policy.

* Regular, consistent contact between the mentor and the
participant.

e Support by the family or guardian of the participant.

Additional community support services.

¢ An established organization for oversight.

* Adherenceto genera principles of volunteerism.
e Paid or volunteer staff with appropriate skills.

« Written job descriptions for al staff and volunteer
positions.

¢ Adherenceto EEO requirements.

¢ Inclusiveness of racia, economic, and gender
representation as appropriate to the program.

e Adeguate financial and in-kind resources.

«  Written administrative and program procedures.

Written eligibility requirements for program participants.
¢ Program evaluation and ongoing assessment.

e A long-range plan that has community input.

¢ Risk management and confidentiality policies.

« Useof generaly accepted accounting practices.

e A prudent and reasonable rationale for staffing
requirements that are not based on:

—organization's statement of purpose and goals

—needs of mentors and participants
—community resources

—staff and other volunteers skill level.

A Nutsand Bolts Checklist for M entoring Programs

Does your program have the following?

1

A gtatement of purpose and long range plan that
includes:

Who, what, where, when, why and how activities
will be performed.

Input from originators, staff, funders, potential
volunteers, and participants.

Assessment of community need.

Redidic, attainable, and easy-to-understand
operational plan.

Goals, objectives, and timelines for all aspects of the
plan.

Funding and resource devel opment plan.

A recruitment plan for both mentors and
participants that includes:

Strategies that portray accurate expectations and
benefits. Y ear round marketing and public relations.
Targeted outreach based on participants needs.
Volunteer opportunities beyond mentoring.

A basisin your program's statement of purpose and

long-range plan.

Anorientation for mentorsand participantsthat
includes:
Program overview.

Description of digibility, screening process, and
suitability requirements.

Level of commitment expected (time, energy,
flexibility).

Expectations and restrictions (accountability).

Benefits and rewards they can expect.



A separate focus for potential mentors and participants.
A summary of program palicies, including written reports,

interviews, evaluation, and reimbursement.

Eligibility screening for mentorsand participants that
includes:

An application process and review.

Face-to-face interview and home visit.

Reference checks for mentors, which may include
character references, child abuse registry check, driving
record checks, and criminal record checks where legally
permissible.

Suitability criteriathat relate to the program statement of
purpose and needs of the target population. Could include
some or al of the following: personality profile; skills
identification; gender; age; language and racial
requirements; level of education; career interests;
motivation for volunteering; and academic standing.
Successful completion of pre-match training and
orientation.

A readinessand training curriculum for all mentors and
participants that includes:

Trained staff trainers.

Orientation to program and resource network, including
information and referral, other supportive services, and
schools.

Skills devel opment as appropriate.

Cultural/heritage sensitivity and appreciation training.

Guidelines for participants on how to get the most out of
the mentoring relationship.

Do's and don'ts of relationship management.
Job and role descriptions.

Confidentiality and liability information.
Crisis management/problem solving resources.
Communication skills development.

Ongoing sessions as necessary.

A matching strategy that includes:

. A link with the program's statement of purpose.

. A commitment to consistency.

. A grounding in the program's eligibility criteria.

. A rationale for the selection of this particular
matching strategy from the wide range of available
models.

. Appropriate criteriafor matches, including some or

all of the following: gender; age; language
requirements, avallability; needs, interests;
preferences of volunteer and participant; life
experience; temperament.

. A signed statement of understanding that both
parties agree to the conditions of the match and the
mentoring relationship.

. Pre-match socia activities between mentor and
participant pools.

. Team building activities to reduce the anxiety of the
first meeting.

A monitoring process that includes:

. Consistent, scheduled meetings with staff, mentors
and participants.

. A tracking system for ongoing assessment.

. Written records.

. Input from community partners, family, and
significant others.

. A process for managing grievances, praise,

rematching, interpersonal problem solving, and
premature relationship closure.

8. A support, recognition, and retention component
that includes:

. A formal kick-off event.

. Ongoing peer support groups tor volunteers,

participants and others.

. Ongoing training and development.

. Relevant issue discussion and information
dissemination.

. Networking with appropriate organizations.

. Socia gatherings of different groups as needed.



« Annual recognition and appreciation event.
* Newsdletters or other mailings to participants, mentors,

supporters, and funders.

9. Closure Stepsthat include:

¢ Private and confidential exit interviews to de-brief the
mentoring relationship between:

—participant and staff.

—mentor and staff.

—mentor and participant without staff.

e Clearly stated policy for future contacts.

e Assistance for participants in defining next steps for
achieving personal goals.

10. An evaluation process based on:

e Outcome analysis of program and relationship.

« Program criteriaand statement of purpose.

¢ Information needs of board, funders, community partners,
and other supporters of the program.



The National Mentoring Working Group

Baltimore Mentoring Institute

Big Brothers/Big Sisters of America

Campus Partners in Learning/Campus
Compact

Career Beginnings, Center for Corporate and
Education Initiatives, Heller School,
Brandeis University

Connecticut College, Office of Community
Service

The Enterprise Foundation

National Black Child Development Institute

National Urban League, Inc.

University of Maryland Baltimore County,
Office of Professional Practice

One Plus One, WQED-TV

For afull resource list or other information on mentoring, please write:

United Way of America
701 North Fairfax Street
Alexandria, VA 22314-2()45

OnetoOne
2801 M Street, N.W.
Washington, D.C. 20007

CaliforniaOneto One

600 Wilshire Boulevard, Suite 630
Los Angeles, CA 90017

(213) 627-0311

United Way Mission: To increase the organized capacity of people to care for one another.

Copyright 1991 by United Way of America. Permission to cite or reproduce is given so long as the following credit lineis included:

Source: National Mentoring Working Group, convened by United Way of Americaand Oneto One, 1991.”



